The compensation and job satisfaction given by the company will be closely related to the commitment of the organization of Medical Representative, the purpose of this research is analyze partially the effect of compensation on organizational commitment, and analyze whether job satisfaction able to mediate between compensation and organizational commitment. Sampling using the sampling quota 100 Medical Representative in Medan City, This research uses data analysis technique with path analysis. The result of this research shows that compensation has positive and significant effect on job satisfaction, compensation has positive and significant effect on organizational commitment, and job satisfaction has positive and significant influence on organizational commitment, job satisfaction able to mediate the influence of compensation to organizational commitment, in other words, job satisfaction as variable intervening. The company must provide compensation in accordance with the work performed by the medical representative and the company must be able to provide job satisfaction to the Medical Representative so that the target given by the company can be achieved.
Introduction
Important commitments were owned by each individual who works at the company, due to the commitment of individual psychology one of the conditions or conditions between employees and the company are related to staying afloat in the company, so that employees do not leave the company on any condition of the company, any current will have a commitment to each other different languages, this is yan will cause difficulties in the company will retain employees aga remains committed. Agreed with researcher (Onsardi, et al., 2017; Dirani, 2014; Alamelu, 2015) that organizational commitment is one of the important factors that exist within the company, had committed employees will take the company in a competitive work environment. At the pharmaceutical company mainly Medical Representative who is one of the mainstays of the company, employees should always improve service to consumers, as it says Nguyen, et al., (2014) choose remains committed on the company because the company is the place for them to earn an income. Robbins, (2003) said that the degree to which an employee identifies with a particular organization and its goals, and wishes to maintain membership in the organization. Then Allen & Mayer, (1990) finds three types of organizational commitment; (1) affective Commitment, means an emotional attachment and employee engagement within the organization, so the employees will stick to the company because of their own desires, (2) the Continuous Commitment means that the employee will stay with the company because only the needs, (3) normative Commitment, employees will stay with the company because of the form of responsibility and loyalty to the company. These three types are up to now used by researchers in measuring employee commitment as in research (Anton, 2009; Triana, 2017; Supriyadi et al., 2017; Kawka, 2014) .
Medical Representative is a term for employees of Pharmaceutical Companies in the field of marketing, In Medan City, Some pharmaceutical companies use medical representatives to promote products to consumers. Medical representatives will get sales targets, the number of targets obtained each individual differs depending on the company, the results of observations made the authors found that some of these medical representatives who do not achieve targets set by the company, individuals like this will choose not committed to the company because they did not reach the target, did not get the bonus, and always get pressure from the leader, so they chose not to commit and will look for a new company. Medical Representative who reaches the target company in every month there is also a vote not committed to the company because of the salary and facilities they earn still not meet the daily needs. This makes the author to be interested in doing research, why the Medical Representative who reached the target still feel not committed to the company with the results that have been obtained. So this research will analyze whether there is the influence of compensation and job satisfaction to commitment of Medical Representative, either direct or indirect influence. There are several factors that cause Medical representative does not have a commitment to the company such as is not getting compensation both financial and nonfinancial has not sufficient needs and job satisfaction they have not gained on the company. Findings in the field in line with said Anton, (2009) the uncertainty of work experienced by employees will have an impact on organizational commitment.
Compensation is the amount received by employees for the services they have provided to the company, compensation may be salary, incentives, job allowances, prizes, and other facilities that are not in the form of money (Supriyadi et al., 2017) . Likewise, as it is said Rianaa & Wirasedanaa, (2016) , compensation is one of the important things that should be given to employees to keep employees' commitment to stay engaged in any company activity, highly committed employees will work to achieve competitive advantage and will maintain customer relationships. (Rubel and Kee, 2015; Muguongo et al., 2015) revealed that inadequate compensation is the main cause of employee dissatisfaction that can cause another negative impact on companies such as, not in target and absenteeism therefore companies need to design better compensation. The research by (Eliyana, et al., 2012; Mabaso & Dlamini, 2017; Salisu, et al., 2015; Onsardi et al., 2017) revealed that compensation has a positive and significant impact on job satisfaction, it is because the higher compensation will provide the stimulus to employees to work better than the low compensation ( The interesting thing about this research is to place job satisfaction as a mediating variable or mediate the influence of compensation to organizational commitment, yet many studies use job satisfaction variable as the intervening variable, whereas previous research emphasizes organizational commitment variable as the intervening variable, (Anis et al., 2011) . The level of job satisfaction devised for each employee will be different, the more aspects that fit the employee's desire, the higher the level of perceived satisfaction (Ghofur et al., 2017) . Based on the explanation that has been presented, the conceptual framework of this research is shown in Figure 1 . From the description above, the hypothesis can be formulated as H1: Compensation has a direct positive effect on Job satisfaction. H2: Compensation has a direct positive effect on Job satisfaction organizational commitment. H3: There is an indirect influence between compensation for organizational commitment mediated by job satisfaction.
Methods
The approach of this research is a quantitative method by doing survey questionnaire which measured using Likert scale 1-5. The indicators used in this study refer to the research from (Tarigan & Ariani, 2015) , which explains the five indicators used to measure compensation namely; (1) appropriate salaries, (2) The sample of this research is Medical Representative who works in Pharmaceutical Company in Medan City; sampling is done with saturation sampling as much as 100 respondents. Prior to the questionnaire, the questionnaire validity and reliability of the questionnaire were done with product moment correlation, the result of the validates test shows tcount > ttable (0.1966), so that the number of items of the instrument can be said to be valid. While the reliability test using Cronbach alpha shows the value of variable compensation of 0.820, job satisfaction of 0.830 and organizational commitment of, because the value of Cronbach alpha is greater than 0.797 then the three variables can be reliably labeled, which means the questionnaire of this study is feasible for use in subsequent testing. The data analysis used in this study is the path analysis.
Results

The regression coefficients in the Model Equations I
Regression in equation model I (direct influence X1 and X2) is used to determine the value of P1, and Pe1. The equation model is X2: X1 + e1. From Table 1 in the Standardized Coefficients column the regression coefficient value is x1 = P1 = 0.746 (hence this value will be inserted into the analysis diagram). In Table 2 , the Summary Model of Adjusted R Square value is 0.551. This value can be used to determine the value of the path coefficient with the residual ie Pe1 = (1-R 2 ),= (1-0,551) = 0,6700 (hence this value is entered into the path analysis diagram). 
Regression Coefficient in Equation Model II
Regression in equation model II (direct influence X1 and X2 to Y) is used to determine the value of P2 and Pe2. The model is Y: P2X1 + P3X1 + Pe2. From Table 3 of the Standardized Coefficients column the value of the regression coefficient is X1 = P2 = 0.618 (this value will be included in the path analysis diagram) the coefficient X2 = P3 is 0.348 (hence this value will be included in the path analysis diagram). In Table 4 , the Summary Model of Adjusted R Square value is 0.823. This value can be used to determine the path coefficient value with residual ie Pe1 = = (1-R 2 ),= (1-0,823) = 0,4207 (hence this value is entered into the path analysis diagram). This number means that the effect of compensation, job satisfaction on organizational commitment simultaneously is 82.3% while the rest of 17.7% (100-82.3) is influenced by other factors, organizational commitment variable can be explained by using compensation and job satisfaction 82.3% while the influence of 17.7% caused by other variables outside the model of this study. The result of regression coefficient calculation in equation I can be seen in figure 1.
Fig. 3. Full Model Regression.
The feasibility of regression model is illustrated in Table 5 . The eligibility regression model in the path analysis is determined the value of freedom degrees (df) with the provisions of variable numbers -1 = 3-1 = 2, and dunemerator: the number of samples -2 = 100-2 = 98, with the provision is obtained F table of = 3.09 calculation results obtained the number F count of 226.165 > 3.09 (Ftable), it can be concluded that there is a linear relationship between compensation, job satisfaction and organizational commitment, thus the regression model used in this study is feasible and correct.
After the calculation using path analysis, the next test path analysis could be seen as follows: 1. The direct effect of compensation on job satisfaction of 0.746. 2. The direct influence of Job satisfaction on organizational commitment of 0.618. 3. The direct effect of compensation on organizational commitment of 0.346 4. Indirect influence between compensation to commitment through job satisfaction, seen from multiplication between regression coefficient value X1 to X2 with regression coefficient value X2 to Y is that P1 x P3 (0,746 x 0618,) = 1,364. 5. Effect of total effect X1 to Y seen from the value of direct influence + indirect effect = 0.348 + 1.364 = 1.712.
Hypothesis Test
The test results using t-test to see the effect of compensation on job satisfaction, by looking at the tcount of 11.078> t table of 1.66055, with sig  0,000 <0, 05, it can be stated Hypothesis 1 can be accepted thus compensation has a positive and significant impact on job satisfaction. Tests on Hypothesis 2 influence jobs satisfaction on organizational commitment, by looking at tcount 5,439> t table 1.66055, with sig value 0,000 <0,05, it can be expressed Hypothesis 2 can be accepted thus job satisfaction have a positive and significant effect to organizational commitment. In Hypothesis 3 the effect of compensation on organizational commitment by looking at tcount of 9,645> t table equal to 1.66055, with sig value 0,000 <0,05, hence can be expressed Hypothesis 3 can be accepted thus compensation have positive and significant effect to organizational commitment. Hypothesis 4 determine the indirect effect of compensation on organizational commitment through job satisfaction, by determining the coefficient of indirect effect> direct influence (P1xP2) > P3 ie 1.364 > 0.618 Than X1 indirectly affect Y but must through X2, visible it is clear that X2 is a variable intervening / mediating relationship between X1 and Y, meaning that it is so important role of job satisfaction in this research model, that job satisfaction becomes intermediary in increasing organizational commitment.
Discussions
The Influence Between Compensation on Job Satisfaction
The results of this study indicate that compensation has a positive and significant effect on job satisfaction. The level of compensation given by the company should be able to provide satisfaction to employees (Sopiah, 2013) , this can be seen in Medical representative still finds employees with salary and income they earn yet get job satisfaction. Conditions like this will make employees look for other jobs with the income they expect. This research is in line with the researches by (Muguongo et al., 2015; Rubel and Kee, 2015; Winda et al., 2017; Salisu et al., 2015; Mabaso & Dlamini, 2017) which concludes that compensation affects job satisfaction. The compensation given by the company should be better and comparable to the work of Medical Representative moreover, a good compensation will be able to improve employee work satisfaction. In addition, (Winda et al., 2017) mentions that good compensation will impact on satisfaction will be able to improve employee performance.
The Influence Between Job Satisfactions on Organizational Commitement
Hypothesis 2 test results show that job satisfaction has a positive and significant impact on organizational commitment, this means that existing organizational commitment to employees can be improved if the desired job satisfaction Medical representative in accordance with the wishes, job satisfaction has an important role in the company to increase organizational commitment , the higher the employees' commitment to eating will provide better performance (Nasution, 2017) . The results of this study are also in line with previous researches conducted by (Lamhanqin, et al., 2006; Gunlu et al., 2010; Nasution, 2017; Gunlu et al., 2010) . The stimulus of job satisfaction needs to be given by the company to the employees in order to improve the organization as expressed by (Suma & Lesha, 2013) , that job satisfaction can be obtained from the work itself so as to increase organizational commitment.
The Influence Between compensation on Organizational Commitment
Hypothesis 3 in this study proves that compensation has a positive and significant influence on organizational commitment. An attractive compensation system will increase employee commitment, the compensation system given by the company should be able to create justice among its employees agree with (Milgo, et al., 2014 ) that says a good compensation system will increase organizational commitment by recognizing and rewarding employees with achievements and even providing stimuli to employees who have not achieved with rewards that employees can easily find. The results of this study agree with (Alamelu et al., 2015; Rianaa et al., 2016; Paik et al., 2007; Nawab et al., 2011) which states that satisfaction has significant influence on organizational commitment. The results of this study also show that compensation has the greatest contribution compared to other variables in this study, as said by Silaban et al., ( 2018) proper compensation provided by the company will be able to increase organizational commitment.
The Influence of Compensation on Organizational Commitement to Job Satisfaction as Intervening Variable
The results of Hypothesis 4 have no appropriate commitment but do not work, but are also the variables that mediate the influence between committed organizations, which is very advantageous in this research model, as well as job satisfaction become an institution with increasing organizational commitment. This study relevan with (Alamelu et al., 2015; Ghofur et al., 2017; Salisu et al., 2015) , which states that the satisfaction variable can be a variable of mediation in increasing organizational commitment, and performance. Thus a job satisfaction hase an important role in the company. The companies must increase organizational commitment through job satisfaction by providing compensation of interest so that the Medical Representative will satisfied with the compensation they received. The compensation is only one of the media to increase employee commitment to work and can improve ownership in the company, employee commitment is an important factor in the company (Alamelu et al., 2015) .
Conclusions
The results of this study prove that; (1) partial compensation and job satisfaction can affect organizational commitment, and (2) job satisfaction has an important role in this study because job satisfaction is able to mediate the relationship between compensation to organizational commitment. The implementation that can be done by the company is considering the compensation of interest and in accordance with the needs of medical representative. The compensation given by the company must refer to the desire, because in accordance with the workload of Medical representative. While the implications of the organization's own commitment that the company should be able to grow a sense of loyalty Medical Representative by increasing compensation and job satisfaction by providing programs that do not complicate Medical representative. In the future, similar research can be done by developing other variables in order to increase the company's competitive advantage and to strengthen the theory of scientific development.
